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Human Resource Management 


Edwin Flippo defines HRM as “planning, organizing, directing 
and, controlling of procurement, development, compensation, 
integration, maintenance and separation of human resources 


so that individual, organizational and social objectives are 


achieved. 


Scope of HRM/ Functions of HRM 


e Human resources planning 

e Job analysis design 

e Recruitment and selection 

¢ Orientation and induction 

e Training and development 

e Performance appraisal 

¢ Compensation planning and remuneration 
e Motivation, welfare, health and safety 


e Industrial relations 


Scope of HRM/ Functions of HRM 


e Human resources planning :-Human resource planning or HRP refers to a process by 
which the company identifies the number of jobs vacant, whether the company has 
excess Staff or shortage of staff and to deal with this excess or shortage. 


¢ Job analysis design :-Another important area of HRM is job analysis. Job analysis gives 
a detailed explanation about each and every job in the company. Based on this job 
analysis the company prepares advertisements. 


e Recruitment and selection :-Based on information collected from job analysis the 
company prepares advertisements and publishes them in the news papers/digital 
media. A number of applications are received after the advertisement is published, 
interviews are conducted and the right employee is selected. 


Scope of HRM/ Functions of HRM 


Orientation and induction :-Once the employees have been selected an induction or 
orientation program is conducted. This is another important area of HRM. The 
employees are informed about the background of the company, briefed about the 
organizational culture and values and work ethics and introduced to the other 
employees. 


Training and development :-Every employee goes under training program which 
helps him/her to perform better on the job. Training programs are also conducted for 
existing staff that have a lot of experience. This is called refresher training. Training 
and development is one area were the company spends a huge amount. 


Performance appraisal :-Once the employee has put in around 1 year of service, 
performance appraisal is conducted, that is the HR department checks the 
performance of the employee. Based on these appraisals future promotions, 
incentives, increments in salary are decided. 


Scope of HRM/ Functions of HRM 


- Compensation planning and remuneration :-There are various rules regarding 
compensation and other benefits. It is the job of the HR department to look into 
remuneration and compensation planning. 


- Motivation, welfare, health and safety :-Motivation becomes important to sustain 
the number of employees in the company. It is the job of the HR department to look 
into the different methods of motivation. Apart from this certain health and safety 
regulations have to be followed for the benefits of the employees. This is also 
handled by the HR department. 


- Industrial relations :-Another important area of HRM is maintaining cordial relations 
with the union members. This will help the organization prevent strikes/lockouts and 
ensure smooth working in the company. 


Human Resource Planning (HRP) 


- Defined as the process of identifying the number of people required by 
an organization in terms of quantity and quality. 


-Human resource planning is the principle/primary activity of human 
resource management. 


-From HRP, the organization identifies how many people it has currently 
and how many people will be required in future. Based on this 
information major human resource decisions are taken. 


Human Resource Planning (HRP) 
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Recruitment 


Recruitment is a process of searching for prospective employees and stimulating them 
to apply for jobs. 


It involves attracting candidates to fill the positions in the organizational structure. 
Enterprises with a favourable public image find it easier to attract qualified candidates. 
Recruitment fulfils the following objectives 

- It forecasts how many people will be required in the company. 


- It enables the company to advertise itself and attract talented people. 


- It provides different opportunities to procure human resource 


Sources of recruitment 


— Internal sources External sources 


1 Promotion Management consultant 

2 Departmental exams Employment agency 

3 Transfer Campus recruitment 

4 Retirement Newspaper advertisement 
5 Internal advertisement Walk-in 

6 Employees recommendation Internet advertisement 
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Internal recruitment 


Advantages 


e Internal methods are time saving. 

¢ No separate induction program is required. 

¢ The method increases loyalty and reduces labour turnover. 
¢ This method is less expensive. 


Disadvantages 


¢ There is no opportunity to get new talent in this method. 


¢ The method involves selecting people from those available in the company so there 
is limited scope for selection. 


e¢ There are chances of bias and partiality. 


¢ Chances of employee discontent are very high. 
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External recruitment 


Advantages 


¢ There is influx of new talent in the method. 
¢ The method encourages more and more competition. 
¢ There is lesser chance of partiality through this method. 


¢ If options like campus recruitment have been exercised we get a chance to employ 
fresh graduates, thus increasing employment. 


Disadvantages 


¢ The method is costly because it involves recruitment cost, selection, and training cost. 
¢ The method is time consuming. 


¢ The method reduces loyalty to the company. 
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Selection Job analysis 


Advertisement 


¢ Quality of manpower is one of 
the most important factors | Application form submission and scrutinizing 
determining the — continuing 


Interview 
SUCCeSS of any organization. 


Medical examination 

¢ Selection can be defined as 
process of choosing the right Initial job offer 
person, from within or outside 


a Acceptance/rejection letter 
the organization, for the right job. 


Final offer/letter of appointment 


Induction 


General Selection procedure 


Training 


- Training is defined by Wayne Cascio as “training consists of planned programs 
undertaken to improve employee knowledge, skills, attitude, and social 
behaviour so that the performance of the organization improves considerably.” 


¢ Training is normally viewed as a short process. It is applied to technical staff, lower, 
middle, senior level management. 


¢ When applied to lower and middle management staff it is called as training and for 
senior level it is called managerial development program/executive development 
program/ development program. 


Training helps to 
bridge the gap 
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Purpose of training 


Du oO oO UU OU 


Improving quality of work force 

Enhance employee growth 

Prevents obsolescence 

Assisting new comers 

Bridging the gap between planning and implementation 


Health and safety measures 
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Methods of training 
- On the job training 
- Demonstration 
- Job instructional training 
- Vestibule training 
- Apprenticeship 
- Coaching/understudy 


¢ Job rotation 


- Simulation training 
- Sensitivity training 


- Mentoring 
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“The Great Recession” — (????) 


e Human resources planning 
e Recruitment and selection 
e Training and development 


e Employee retention 


- Challenges 


- Strategies 
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Wages 
- It is the remuneration paid for the services rendered by the worker. 


-It can also be defined as the remuneration paid under contract by an 
employer to an employee for the work performed by him. 


- Wages can be classified as: 
a. Nominal wage (earning) 
b. Real wages (advantages and benefits) 


- Minimum wage- it is the wage to cover bare necessities of life. 
- Fair wage- pay equally for the work of the worker 


- Living wage- it is the wage which ensures maintenance of living 


standard of an employee. 
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Factors affecting wages 


- Demand and supply position in labour market 
- Legal or statutory provisions 

- Capacity to bargain 

- Cost of living index 

- The nature of the employment 

¢ Organization’s ability and willingness to pay 

¢ Working hours 


- Supplementary incomes 
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Types of wage plan 


- Time rate system 
- Piece rate system 
- Combination of time rate and piece rate system 
- Incentive system 


- Profit sharing system 
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Time rate system vs. Piece rate system 


Time Rate System Piece Rate System 
Earnings of a worker are calculated on | Earnings of a worker are calculated on 
the basis of time spent on the job. the basis of number of units produced 


Minimum guaranteed pay for workers. | No guarantee of minimum payment 


Strict supervision is essential. Close supervision is not required 
Emphasis is on quality of work. No consideration for quality of work 
Has full support of trade unions. Not preferred by trade unions 


More idle time Less idle time 


Remuneration is not directly linked Remuneration is directly linked with 
with productivity. productivity. 
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Time rate system is suitable where .... 
¢ the units of output are difficult to measure, e.g., watchman. 


¢the quality of work is more important, e.g., artistic furniture, fine 
jewellery, carving etc. 


¢ machinery and materials used are very sophisticated & expensive. 

* supervision is effective and close supervision is possible. 

¢ the workers are new and learning the job. 

¢ the work is of a highly varied nature and standard of performance cannot 


be established. 
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Advantages of Time wage system 


e tis simple and easy to calculate. 

¢ Earnings of the worker are regular and fixed. 
¢ Time rate system is accepted by trade unions. 
¢ Quality of the work is not affected. 


¢ This method also avoids inefficient handling of materials and tools. 
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Disadvantages of Time wage system 


No distinction between efficient and inefficient workers. It will depress 
the efficient workers. 


Cost of supervision is high due to strict supervision. 


Labour cost is difficult to control due to higher payment made for lower 
amount of work. 


There is no specific standard for evaluating the merit of different 
employees for promotions. 
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Piece Rate System is suitable where..... 


Quality and workmanship are not important. 


Work can be measured accurately. 


Quantity of output directly depends upon the efforts of the worker. 


Production of standardized goods in a factory. 


Job is of a repetitive nature. 
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Advantages of Piece Rate System 


¢ This system encourages the efficient workers to increase production. 
¢ Under this system efficient workers are recognized and rewarded. 
e It helps to reduce the cost of supervision and idle time. 


¢ Tenders or quotations can be prepared confidently and accurately. 
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Disadvantages of Piece Rate System 


Where a concern is producing large quantities, it is difficult to fix a 
piece rate. 


In order to maximize their earnings, workers working with high speed 
may affect their health. 


The quality of output cannot be maintained. 
This system is not encouraging to the inefficient workers. 


Temporary delays or difficulties may affect the earnings of the workers. 
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Objectives of an Ideal Wage System 

¢ The wage system should establish a fair and equitable remuneration. 
¢ Asound wage system helps to attract qualified and efficient workers. 
e |t should assist in motivating and improving the morale of employees . 
e It enables effective control of labour cost. 

¢ An Ideal wage system helps to improve union-management relations. 
e lt should reduce grievances arising out of wage inequities. 

¢ It should facilitate job sequences and lines of promotion. 

¢ An ideal wage system projects the image of a progressive employer. 


¢ |t should comply with legal requirements relating to wages and salaries. 
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Wage incentives 


-Wage incentive refers to performance linked compensation paid to 
increase motivation and improve productivity. 


- It is generally a monetary inducement offered to employees to make them 
perform above accepted standards. 


- The various types of incentives are classified into two broad categories: 
financial and non- financial (better environment, security, promotion, 
housing, medical etc. ). 


- Financial incentives may further be classified as 


1. Individual Incentive (PBR — Performance based reward) Schemes 


2. Group Incentive Schemes 
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Individual Incentive (PBR) Schemes 


- Straight piece-rate system 

- Taylor’s Differential Piece Rate Plan 

- Merrick's Differential Piece Rate System 
- Halsey Premium Plan 

- Rowan Premium Plan 

- Emerson’s Efficiency Plan 

- Gantt Task and Bonus Plan 


¢ Bedaux Point Premium Plan 
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Straight Piece Rate 


Worker ‘X’ produces 14 pieces per day and Worker ‘Y’ produces 20 pieces 


per day. The set standard output is 16 pieces per day and the piece rate is 
Rs. 5 per piece. 


a) Calculate the earnings for workers ‘X’ and ‘Y’ based on the piece rate 
method. 


Straight Piece Rate with guaranteed minimum wage 


b) If piece rate with guaranteed minimum wage of Rs. 80/day is 


implemented, evaluate and compare the earning rate per piece for worker 
‘*X’ and worker ‘Y’. 


c) Comment on the two wage incentive plans. 


31 


Taylor’s Differential Piece Rate Plan 


-This plan was developed by F. W. Taylor, the father of scientific 
management. Under this plan, Taylor prescribed two piece work rates. 


- One, a higher wage rate for those who reach the standard work. 


- Second, a lower wage rate whose performance is below the standard. 


Two workers, X and Y while working on two identical machines produced 
respectively 75 and 85 numbers of job whose standard production rate is 
80 jobs per day of 8 hours. If labour hourly rate is 12 rupees, then 


calculate the earning of each worker. Rate differential to be applied= 80% 
of standard piece rate for below standard performance and 120% for 
above standard performance. 


Solution: 


Standard output per hour = 80/8 = 10 jobs 
Standard piece rate = 12/10 = Rs. 1.20 
Lower piece rate = 1.20 x 0.80 = 0.96 

Higher piece rate =1.20 x 1.20 =1.44 
Earning of operator X= 0.96 x 75= Rs. 72 
Earning of operator Y = 1.44x 85= Rs. 122.40 
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Merrick's Differential Piece Rate System 
This is also termed as Multiple Piece Rate system. 


This plan is designed to overcome the drawback of Taylor's Differential 
Piece Rate System. 


Under this method, three piece rates are applied with different levels of 
performance. 


Differential Piece Rate 
Less than 83% Normal Piece Rate 


83% to 100% 110% of normal piece rate 


More than 100% 120% of normal piece rate 
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Halsey Premium Plan 


- This plan, originated by F. A. Halsey, an American engineer, is a combina- 
tion of the time and the piece wage in a modified form. 


-Under this plan, a guaranteed wage based on past experience is 
determined. 


-Ilf a worker saves time, he gets 50% of wages for time saved (called 
premium) in addition to normal wages. 


- It is optional for the worker to work on the premium or not. Thus, this 
plan also provides incentive to efficient workers. 
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Let hourly rate = R 

Standard time (Hrs) = T, 

Time taken (Hrs) = T, 

Time saved (Hrs) = (T.- T,) 

Bonus earned = (T, —T7,) x x R = - R (T; — Tg) 
Wages earned by the workers = T, x R + = R (T, — Tg) 


The standard time of a job is 8 hours and the hourly rate of payment is 
Rs.100/-. A worker completes the job in 6 hours. Calculate the bonus and 


total wages earned by the worker under the Halsey Premium Plan. 
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Solution: 

Here R= 100 

T, = 8 T,=6 

Time saved = 2 hrs 

Bonus = - R (T; — T,) = 100 

Total wage earned = T, x R + - R (T; — Ty) 


= 6 x 100 + 100 = 700 
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Rowan Premium Plan 


- This plan was developed by D. Rowan in 1901. This plan, to a large extent 
is similar to that of Halsey Premium Plan. The only difference is in regard 
to the determination of the premium. 


¢ Unlike a fixed percentage in case of Halsey plan, it considers premium 
on the basis of the proportion which the time saved bears to the 
standard time. 


Standard time—Actual time 


¢ Bonus = ( ) x Actual time Xx R 


Standard time 
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Emerson’s Efficiency Plan 


- Under this scheme, both standard work and day wage are fixed. Bonus is 
paid on the basis of the worker’s efficiency. 


-A worker becomes entitled to get a bonus only when his/her efficiency 
reaches 67%. Up till 67%, only the time rate is paid. 


-The rate of bonus goes on increasing till he achieves 100% efficiency. 
Above 100% efficiency, bonus will be 20% of the basic rate plus 1% for 
each 1% increase in efficiency. 


-In this way, at 120% efficiency, a worker receives a bonus of 40% and at 
140% efficiency worker gets 60% of the day wage as bonus. 
actual output 


Ef fici % = ———_——_——— x 100 
ala Standardoutput 36 


Gantt Task and Bonus Plan 
- This plan is devised by H. L. Gantt. This plan combines time, piece wage 
and bonus. 


-A worker who cannot complete standard work within standard time is 
paid only the minimum guaranteed wage. 


- A worker performing up to the standard level of work gets time wage plus 
a bonus @ 20% of normal time wage. If the worker exceeds the standard, 
he is paid a higher piece rate but there is no bonus. 
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Bedaux Point Premium Plan 


- Introduced by Charles E. Bedaux in 1911. 


-A worker is paid for the actual time worked , 75% of the wages 
corresponding to time saved is paid as bonus to the worker and 25% to 
the foreman/superviser. 


Wages earned by the workers = T, x R+ 0.75 R (T, — Tg) 
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Merrick Differential piece rate system 


From the following particulars, calculate the total earning of the three 
workers under Merrick Differential piece rate system. 


Normal piece rate per unit : Rs.5/- 


Standard production rate: 10 units per hour 


In an 8 hours day, A produced 70 units, B produced 90 units and, C 
produced 65 units 


Standard output per day: 8 * 10 = 80 units 


Differential Piece Rate 
Less than 83% Normal Piece Rate 


83% to 100% | 110% of normal piece rate 
More than 100% | 120% of normal piece rate fe 


Solution: 


| A | (70/80)*100 = 87.5% 70*5*(110/100) = Rs. 385/- 


— ~B_ | (90/80)*100 = 112.5% 90*5*(120/100) = Rs. 540/- 
(65/80)*100 = 81.25% 65*5 = Rs. 325/- 


Aa 


Gantt’s Task and Bonus Plan 


From the following particulars, calculate the total earning of the three 
workers under Gantt’s Task and Bonus Plan. 


Normal piece rate per unit : Rs.5/- 


Piece rate for production above standard : Rs. 6.5/- 
Standard production per month per worker: 2000 units 


In a month, A produced 1000 units, B produced 2000 units and, C 
produced 2500 units 


Solution: 


| A | (1000/2000)*100 = 50% | 2000*5= Rs. 10,000/- 


(2000/2000)*100 = 100% | (2000*5) + (2000*5)*(20/100) 
= Rs. 12,000/- 


(2500/2000)*100 = 125% |2500*6.5 = Rs. 16250/- 
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Group Incentive Schemes 


- Profit-sharing 
- Scanlon Plan 


- Priestman production plan 
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Profit-sharing 


The basic rationale behind profit-sharing is that the organisational profit is 
an outcome of the co-operative efforts of various parties, therefore, 
employees should also share in profits as shareholders. 


(i) Current: Under this form, profits are paid to the employees in 
cash/cheque or in the form of Stock option immediately after the 
determination of profits. 


(ii) Deferred: Profits are credited to employees’ accounts to be paid at the 
time of retirement or at a time of his dissociation from organisation. 


(iii) Combination: A part of employee share of profit is paid in cash/ 
cheque or stock and the remaining part is deferred. 


48 


Scanlon Plan 


- The Scanlon plan was developed by Joseph N. Scanlon, a Lecturer at the 
Massachusetts Institute of Technology in USA in 1937. 


-The plan is designed to involve the workers in making suggestions for 
reducing the cost of operation and improving working methods and 
share the gains of increased productivity. 


- The plan is characterised by two basic features. 


- First, both employees and managers can participate in the plan by 
submitting their suggestions for cost-cutting methods. 


- Second, savings on account of cost-cutting is shared by the 
employees of the unit. 
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Priestman production plan 


-In this method standard output to be achieved during the period by the 
factory (or department) is agreed upon between the employer and 
employees. 


- The standard output may be fixed in terms of units. 


¢ The number of workers employed is taken into account to determine the 
standard output. 


-The actual output is compared with the standard output and if the 
actual output exceeds the standard output, each employee is paid 
production bonus in proportion to the increase in the output per worker. 
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The finishing shop of a company employs 60 direct workers. Each worker is 
paid Rs.400/- as wages per week of 40 hours. When necessary, overtime of 
maximum 15 hours per week per worker at time rate plus one-half as 
premium is arranged. The current standard output is 6 units per man hour. 


The workers will continue to work overtime up to the specified limit on 
demand without any premium or incentives. It is expected that the output will 
increase to 8 units per man hour with a bonus/incentive scheme. The company 
is considering introduction of either Halsey or Rowan Wage Incentive system. 


The budgeted weekly output is 19,200 units. The selling price is Rs.11/- per 
unit and the direct Material Cost is Rs.8 per unit. The variable overheads 
amount to Rs.0.50 per direct labour hour and the fixed overhead is Rs.10,000 
per week. 


Prepare a Statement to show the effect on the Company's weekly profit of 
the proposal to introduce (a) Halsey Scheme, and (b) Rowan Scheme. 


51 


Solution: 
Total available hours per week = 
Total standard hours to produce 19,200 units = 


Total labour hours required after the introduction of bonus scheme to 
produce 19,200 units = 


Total hours saved = 
Wage rate per hr. = 


Bonus under Halsey scheme = 50% x time saved x rate per hour = 


Time saved 


Bonus under Rowan scheme = ( ) x Actual time x R 


Standard time 
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Solution: 
Total available hours per week = 60 workers x 40 hrs. = 2,400 hrs 
Total standard hours to produce 19,200 units = 19200/6 = 3200 hrs 


Total labour hours required after the introduction of bonus scheme to 
produce 19,200 units = 19200/8 = 2400 hrs 


Total hours saved = 3200-2400 = 800 hrs 
Wage rate per hr. = 400/40 = Rs.10/- 
Bonus under Halsey scheme = 50% x time saved x rate per hour = 0.5*800*10 


= Rs.4,000/- 


Ti d 
ih Sicha ) x Actual time X R 


Bonus under Rowan scheme = (ee Tre 


= (800/3200)*2400*10 = Rs.6,000/- 
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Present Halsey Rowan 
z z 4 


h_ Total Cost [ob +c +dt+e+f] 
i Profitfa-—h 


a_ Sales revenue [19,200 units x 11 per unit] 

b Direct material cost [19,200 units x %8 per unit] 
d Overtime premium [800 hrs. x = 5 per hr.] 

f Variable overheads 

g Fixed Overheads 


Present Halsey Rowan 
4 4 z 
a_ Sales revenue [19,200 units x 11 per unit] 2,1 1,200 2,1 1,200 2,1 1,200 
b Direct material cost [19,200 units x %8 per unit] 1,53,600 1,53,600 1,53,600 


32, 000 24,000 24,000 


d Overtime premium [800 hrs. x = 5 per hr.] 4, | 4,000 


f Variable overheads 3,200 x 0.50 =| 2,400 x0.50 =| 2,400 x 0.50 
1,600 1,200 = 1,200 


g Fixed Overheads 10,000 10,000 10,000 
n Total Cost a +c+d+erf] 2,01 ,200 1,92,800 1,94,800 
i Profitfa-h] —U———————FT 10,000 18,400 16,400 
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Procurement 


Development 


Compensation 


Integrate 


Maintain 
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How Technology is altering Human Resource department...... 


Innovative digital solutions/ Virtual products assist in HRM, by 

¢ automating the existing and repetitive manual processes 

* ensuring that the existing strategic tasks are optimized. 

¢ more free time for analytical work and less operational work. 


Software for recruitment and employee development programmes, 


tools for internal communication and 


tools for the general management of HR systems. 


tT ft tt & Ff F 


Supported by various innovative technologies such as Cloud 
Computing, Internet of Things (loT), Analytics and Big Data, 
Process Automation and Artificial Intelligence. 57 


HR 4.0 - Why? 


Generation Z (people born after 1996) are increasing in strength in the 
workforce. They can instinctively adapt to technological changes and 
prefer to learn or communicate through electronic means. 


Cyber physical systems, IOT, Cloud Computing .... are changing traditional 
concepts like that of employees working at a desk in a physical office to 
now working remotely and across time zones. 


Virtual teams are increasingly making their presence felt as boundaries 
of space are rendered meaningless through technology. Inter group 
cohesion is encouraged to leverage social capital and produce synergies. 


Employees are encouraged to constantly upskill themselves and stay 
updated with changes in the marketplace. 
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HR 4.0 —- Why? 

“* HR Analytics, which is the data-based decision making, is used in all 
aspects of Human Resource Management such as recruitment, learning, 
performance appraisal and compensation. 


«* Al is employed in maintaining employee information, training, hiring and 
a host of other tasks that are low value. It helps personalize employee 
experience, thereby increasing engagement. 


“* Virtual Reality is increasingly used in the hiring process to give a taste of 
the actual workspace culture and diverse situations that employees will 
have to face. 


“* Low-skill jobs may soon be completely automated, emphasizing the need 


for people to upskill themselves to stay relevant. 
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Innovative HRM practices or policies in Indian organizations. 


Godrej Industries Ltd. 
(Real estate, consumer 
products, appliances, 
furniture, etc). 


GOLD (Godrej 
Organization for Learning 
and Development) 


Infosys Toastmasters Club, 
INSTEP (Leadership Infosys (IT) 
internship) 


ESOP (Employee stock Wipro (Consumer 
option programme ) goods, IT) 


The PEP (The 
Performance Ethic 
Program), 

Performance Management 
System 


Company initiated web-based learning 
in collaboration with UK — based NetG 
to distribute e- learning modules among 
the workforce. The company gives equal 
importance to soft skill training. 


To provide support to the employees. 
To develop leadership skills among 
employees 


To share the organizational membership 
within employees 


It encourages young professionals to 
grow up the corporate ladder rapidly 
instead of following traditional promotion 
ways. 


This learning creates a leadership 
pipeline 


Company attained skilled and 
visionary workforce to handle 
uncertainties of global markets. 


Employees feel like members of 
family and dedicate themselves 
for accomplishing organizational 
goals. 


Company succeeded in attaining 
employees’ confidence and trust 
in them. 
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Innovative HRM practices or policies in Indian organizations. 


Company/Industry 


360 Degree Performance Company initiated performance appraisal | Company attained reduced 
Appraisal, Hindustan Unilever technique to develop the employees attrition levels and increase in 
Talent Identification and —_| Ltd. (HUL) and engage them in their organizational —_| productivity and quality service 
Development strategy duties. from employees. 


Company introduced manager 
assimilation program along with 
e-learning initiatives to improve 
employees’ skills, initiated induction and 
orientation programs to introduce new 
employees about the organization and 
nurturing their talent and skills for their 
personal and professional growth. 


Gyan Jyoti (E-learning), 

HELLO (Helping 

employees launch and 

learn in the organization), | Tata Steel 
NEST (Nurturing 

engagement with 

satisfaction and trust) 


Tata has become one of the 
favourite employer brand of the 
aspiring and existing employees 


Company initiated these schemes to 
BPR (Business Process reinvent business processes, encourage Company was able to attain 
Re-engineering), Mahindra & Mahindra | teamwork, knowledge sharing and steady and increased profits, 
Flat structures, (Automobile) learning from each other, and attain and gradually manufacturing 
Outsourcing workforce skilled workforce for advanced and non- | productivity increased. 

core activities. 


Diversity and Inclusion in Organizations 


A diverse mix of voices leads 
to better discussions, 

decisions, and outcomes for 
every person — Sundar Pichai 


Gender 


Education 


Inclusive 
Workforce 


Thinking or 
personality 


style 


Languages 


country of 
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Industrial relations 


Industrial relations is concerned with how managements and trade unions 
relate to one another in 


concluding collective agreements, 
collective bargaining, 
disputes resolution and 


dealing with issues concerning employment relationship & working 
environment. 


Providing employees with a voice and communicating with them can 
take place in either a unionized or a non-unionized environment 


63 


Industrial relations 
Union recognition 
Collective bargaining 


Mutual gains 
Collective agreements 


¢ Substantive agreements 
¢ Procedural agreements 
¢ Dispute resolution 


Conciliation 
Arbitration 


Mediation 


The relevance of collective bargaining 
lies in accepting that divergent interests 
and concerns need to be ‘worked out’. 
Employers and employees’ should 
negotiate the terms = on_- which 


cooperation is provided. Negotiations 
involve not just the art of persuasion 
and force of argument but the effective 
threat of power and sanction. 

Dundon et al (2017: 80) 
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Industrial relations 


Employee Voice 


Direct voice Indirect voice 
¢ Employee surveys ¢ Joint consultation 
¢ Social media ¢ Trade unions 


Team briefing 
Suggestion schemes 


Quality circles 
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Industrial relations 


What effect do you think the decline in union 


membership in the private sector has had on the conduct 


of employment relations? 


